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FACULTY AND STAFF PERCEPTIONS OF THE ORGANIZATIONAL CLIMATE
OF THE PEACH COUNTY SCHOOLS SYSTEM
CHAPTER I
PURPOSE AND ORGANIZATION
An introduction of the research design and population examined
in this study is outlined in this chapter. Information in this chap¬
ter falls under the following topics:
Rationale
Hypotheses to be Tested
Description of School—Community
Description of Population
Scope of the Study
Limitations
Definition of Terms
Organization of the Study
Introduction/Rationale.—This study will examine the organiza¬
tional climate of Peach County Schools which includes two cities—Fort
Valley and Byron. In order to ascertain faculty and staff perceptions
of the organizational climate, a modified version of Andrew W. Hal pin's
and Don B. Croft's Organizational Climate Description Questionnaire
(OCDQ) will be administered to all faculty and staff personnel in the
Peach County School System.
Anyone who visits more than a few schools notes quickly how
schools differ from each other in their "learning atmosphere." In
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one school, the teachers and principal are zestful and radiate confi¬
dence in what they are doing. They find pleasure in working with each
other; this pleasure is transmitted to the students who thus are given
at least a reasonable chance to discover that school can be a happy ex¬
perience. In a second type of school, the brooding discontent of
teachers is palpable; the principal tries to hide his incompetence and
his lack of a sense of direction behind a cloak of authority, and yet,
he wears this cloak poorly because the attitude he displays to others
vacillates randomly between the obsequious and the officious. The
psychological sickness of such a faculty spills over on the students
who, in their own frustration, feed back to the teachers a mood of
despair. A third type school is marked by neither joy or despair,
but by a hollow ritual. Here, one gets the feeling of watching an
eleaborate charade in which teachers, principal, and students alike
are acting out parts. The acting is smooth, even glib, but it ap¬
pears to have little meaning for the participants in a strange way
the show does not seem to be "for real."^ Therefore, as one moves
to other schools, one finds that each appears to have a "personality"
of its own. It is this "personality" that the writer describes here
as the "Organizational Climate" of the school. Analogously, person¬
ality is to the individual what organizational climate is to the
organization (school).
The principalships are the second oldest professional positions
in the public school of education (the first being teachers). The
^Andrew W. Hal pin. Theory and Research in Administration
(New York; Macmillan Company, 1966), p. 131.
office gradually evolved from a haed teachership to a key office
between students and teachers on the one hand and all other school
employees on the other hand. The responsibilities and duties of the
principal and teachers have multiplied to such an extent that they
must now be a highly trained, skilled professional—people with defi¬
nite human relation skills. The size, academic attainment, social
consciousness and racial composition of the school have changed dras¬
tically since 1954 (Brown vs. the Board of Topeka) decision.
In 1975, Goens and Lang approached leadership from assumptions
that emphasize openness and positiveness; and trusting, exciting, op¬
timistic, productive, and democratic interactions between leaders and
subordinates. These assumptions are:
People are growth oriented and have a need and desire
to be as competent as their potential allows.
People are motivated through intrinsic rewards such as
achievement, satisfaction, and accomplishment, as well
as extrinsic rewards of salary and position.
Professional educators are competent to be involved in
decisions that directly affect them.
Individual and organizational potentials are too impor¬
tant to be cast in the bureaucratic superordinate-
subordinate role pattern.2
Statement of the Problem.—The major problem of this study is
to detennine the significances—differences in the perception of the
organizational climate in each school among faculty and staff members
ufing four (4) hypotheses. These hypotheses are based on years of
experience, certification, sex, and race of the individuals involved
^GgQpge A. Goens and Ronald W. Lang, "Supervision as Self-
Management," National Association of Secondary School Principals
Bulletin, Vol. LIX (December, 1975), pp. 1-6.
in this study.
The OCDQ dimensions are (A) Characteristics of the Group
(Teachers) with four subdimensions—(1) disengagement, (2) hindrance,
(3) esprit, and (4) intimacy; and (B) Behavior of the Leader (Princi
pal) with four subdimensions—(1) aloofness, (2) production, (3)
thrust, and (4) consideration.
Significance of the Study.—Data collected from this study
will be used to:
1. Aid in determining the effectiveness of the best
Organizational Climate in Peach County.
2. To further desegregation and help develop interpersonal
relationships.
3. To provide information relative to the viability and
credibility to the school system and better community
involvement (concern) in schools.
4. Improved educational opportunities for a greater number
of students and schools with similar climates.
5. The findings from the OCDQ can be used for the purpose
of faculty/staff self-evaluation.
This study sets forth four (4) null hypotheses—HO^ HOg,
HOj. and HO^.
HO]—There are no significant differences in perception
among faculty members according to years of experience.
HO2—There are no significant differences in perceptions
among faculty members according to certificate levels.
HO3—There are no significant differences in perceptions of
faculty members according to sex.
HO4—There are no significant differences in perceptions of
faculty members according to race.
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Description of School—Conmunity.—This study was conducted
in a Middle Georgia county of Peach, including two cities—Fort
Valley and Byron.
The total public school population consisted of 4,097 students
with the following distribution: (Report of Visiting Teacher as of
January 1, 1980):
School A (grades 1-3) 654 students
School B (grades 1-8) 706 students
School C (grade 4) 235.25 students
School D (grades 5-8) 1,083.25 students
School E (grades 9-12) 1,154.25 students
School F (grade K) 262.25 students
Racially, the public school population was 60 percent Black
and 40 percent White.
Description of Population.—The statistical sample in the study
was composed of 166 professional elementary and secondary staff members
with 75.9 percent female and 24.1 percent male. The racial breakdown
was 47 percent (N = 78) Black and 49.4 percent (N = 82) White and 3.6
percent other (N = 6). Each staff member had at least one year (or
one semester) under one of the six schools' climate in the study.
All schools we.'e accredited by the Southern Association of Schools and
Colleges and the Georgia Accrediting Coiranission. These schools were
also classified by the Georgia State Department of Education as
"standard schools."
The following table illustrates the breakdown of schools by
staff, student population, and individual grade levels.
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TABLE 1
DESCRIPTION OF PEACH COUNTY
STUDENT POPULATION
SCHOOLS FACULTY, STAFF,








A 0 0 17 16 33 654 1-3
B 2 3 16 16 37 706 1-8
C 0 1 7 7 15 235.25 4
D 3 4 26 24 57 1,083.25 5-8
. E 13 16 15 18 62 1,154.25 9-12
F 0 0 5 3 8 262.25 K
Total 18 24 86 84 212 4,095
Scope of the Study.—The population was limited to those pro¬
fessional faculty and staff members who worked in the county during
the 1979-80 school year, thus giving each faculty/staff member one
semester or one year under the present organizational climate in
that school. This study was also limited to the public schools in
Peach County.
This study included the Peach County Kindergarten School,
H. A. Hunt Elementary School, Fort Valley Middle School, Peach County
Fourth Grade School and the Peach County Comprehensive High School.
This study did not include the following schools in Peach
County: The Kay School, Peach Area Learning Center, The Childland
Adult Basic Education Program, nor The Fort Valley State College.
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Limitations.—The Organizational Climate Description Question¬
naire (OCDQ) is one of the most widely used instruments to measure
the effectiveness of educational leadership/organizational climates.
However, David J. Mullen stated that this instrument, along with the
Leadership Behavior Description Questionnaire (LBDQ), according to
research studies by Lowin, Hrapchak and Kavanaugh, has the following
research 1imitations;
1. The OCDQ and LBDQ will measure different things in
different situations.
2. The questionnaires may have positive, zero or nega¬
tive correlations with effectiveness and moral indices.
3. The assumption of a unidimensional modeo of organi¬
zational climate violates the facts, and the assump¬
tion of multi-dimensional model derived deductively
and speculatively repeats the methodological errors
of the instinct psychologists.^
These limitations will be taken into consideration in data
analysis and in inferences drawn from the data.
Definition of Terms.—Certain terms which will be found
throughout this research study are defined:
Definitions of the Eight Dimensions of Organizational Climate
(The first four subtests refer primarily to the behavior of the teachers;
the second four to the behavior of the principal)
1. Pis-engagement refers to the teacher's tendency to be
"not with it." This dimension describes a group which
is "going through the motions," a group that is "not
in gear" with respect to the task at hand.
2* Hindrance refers to the teacher's feeling that the
principa' burdens them with routine duties, committee
^David J. Mullen, "A Diagnostic Study of the Human Organization
in Schools," June 30, 1976, National Institute of Education, HEW,
Washington, D. C., Project No. 3-0476.
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demands, and other requirements which the teachers con¬
strue as unnecessary “busy work." The teacher perceives
that the leader is hindering rather than facilitating
their work.
3. Esprit refers to morale. The teachers feel that their
social needs are being satisfied, and that they are,
at the same time, enjoying a sense of accomplishment in
their job.
4. Intimacy refers to the teacher's enjoyment of friendly
social relations with each other. This dimension
describes a social-needs satisfaction which is not
necessarily associated with task accomplishment.
5. Aloofness refers to behavior by the principal which is
characterized as formal and impersonal. He "goes by
the book" and prefers to be guided by rules and policies
rather than to deal with the teachers in an informal,
face-to-face situation. To maintain this style, he
keeps himself—at!east "emotionally" at a distance from
his staff.
6. Production Emphasis refers to behavior by the principal
which is characterized by close supervision of the staff.
He is highly directive and plays the role of a "straw
boss." His communication tends to go in only one
direction, and he is not sensitive to feedback from the
staff.
7. Thrust refers to behavior by the principal which is
characterized by his evident effort in trying to "move
the organization." Thrust behavior is marked not by
close supervision, but by the principal's attempt to
motivate the teachers through the example which her
personally sets.
8. Consideration refers to behavior by the principal
which is characterized by the inclination to treat
teachers "humanly" to try to do a little something
extra for them in human tenns.
9. Multidimensional refers to data that requires the
consideration of more than one variable or procedure.
10. Professional faculty/staff members are, for this
study, referred to as classroom teachers, counselors,
secretaries, librarians, and administrators of the
Peach County School System.
11. Unidimensional refers to data that requires the utili¬
zation of one variable on one procedure.
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Organization of the Study.—Chapter One presented the rationale
for this study. It is also divided as follows:
A. Rationale
B. Hypotheses to be Testes along with the Purpose and
Significance of the Study
C. Description of School—Conmunity
D. Scope of the Study
E. Limitations
F. Definitions of Terms
G. Organization of the Study.
CHAPTER II
REVIEW OF RELATED LITERATURE
The literature germane to this study is outlined in this
Chapter under the following headings:
Introduction
Historical Perceptions of School Organization and
Leadership
Faculty and Staff Perceptions of the Organizational
Climate
Introduction
Administrative effectiveness in public education is ultimately
determined by human conditions and perceptions of leadership and the
organizational climate which exists in a particular school. One
basic assumption of this study is that the organizational climate of
any school centers around the characteristics of the group and behavior
of the leaders, and this warrants attention, analysis, and evaluation.
Historical Perceptions of School Organization and Leadership
Before World War II, studies assumed that human beings could
be divided into categories of Leaders and Followers. There was a
feeling that leaders are born not made.^
^Edgar L. Morphet, et. al.. Educational Administration
Concepts, Practices, and Issues (Englewood Cliffs, N. J.; Prentice-
Hall, Inc., 1974), p, 150.
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Jenkins, in his review of Leadership studies, concluded
thvt "there is no single characteristic which sets off the leader
from, manbers of his group.
To say that a leader's behavior is determined exclusively
by situational factors is to deny freedom of choice and determination
to the leader. "This violates common sense and experience," are the
words of Andrew Hal pin of Leadership Behavior.®
Ralph M. Stogdill examined 124 studies on the relationship
of personality factors to leadership and organizational climates to
organization.
A summary of his findings were:
1. The following conclusions are supported by uniformly
positive evidence from fifteen or more of the studies surveyed:
a. The average person who occupies a position of
leadership exceeds the average members of his
group in the following respects: (1) intelli¬
gence, (2) scholarship, (3) dependability in
exercising responsibilities, (4) activity and
social participation, and (5) socioeconomic
status.
b. The qualities, characteristics, and skills re¬
quired in a leader are determined to a large
extent by the demands of the situation in which
he is to function.
2. The following conclusions are supported by uniformly
positive evidence from 10 or more of the studies surveyed:
a. The average person who occupies a position of
leadership exceeds the average member of his
group to some degree in the following respects:
(1) sociability, (2) initiative, (3) persistence.
®W, D. Jenkins, "A Review of Leadership Studies," Psycho¬
logical Bulletin, XLIV (147), pp. 84-88.
^Ibid., p. 1.
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(4) knowing how to get things done, (5) self-
confidence, (6) alertness to and insight into
situations, (7) cooperativeness, (3) popularity,
(9) adaptability, and (10) verbal facility.^
Tannenbaum, Weschler and Massarix felt that effectiveness in
leadership is a function of the dynamic interrelationship of the
personality characteristics of the leader, the personality charac¬
teristics of the followers, and the characteristics of the situation.
They stated that:
The personality of the follower becomes a key
variable with which the leader must deal. The needs,
attitudes, values, and the feelings of the follower
determine the kinds of stimuli produced by the leader
to which the follower will respond. The personality
of the leader influences his range of perception of
the follower and situation, his judgment of what is
relevant among those perceptions, and thence his
sensitivity to the personality of the follower and to
the situation.2
Leadership has no meaning without people or without purpose.
The formation of the concept of administration as a social process
was essentially the work of Getzels and 6uba. They proposed the idea
that people have a selective interpersonal perception; i.e., people
see what their own backgrounds permit them to see. Also, each indi¬
vidual stamps the particular role he occupies with the unique style
q
of his own characteristic pattern of behavior.
A general description of Getzels and Guba's model is sum¬
marized as follows:
^Robert Tannenbaum, et. al.. Leadership and Organization:
A Behavioral Science Approach (New York: McGraw-Hill Book Company,
T96T), p. 31.
®Jacob Getzels and Egon G. Guba, "Social Behavior and the
Administrative Process," School Review, 65 (Winter, 1957), pp. 423-44.
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NORMATIVE DIMENSION







The normative dimension, shown at the top of the diagram, con¬
sists of institution, role, and expectation. Institutions are char¬
acterized by certain roles and expectations in keeping with the goals
of the system. On the other hand, the personal dimension, shown at
the lower portion of the diagram, consists of individual, personality
and need-disposition. Individuals with certain personalities and
need-dispositions inhibit the operation of the system.
The actions and perceptions by individuals are a simultaneous
combination of the normative and personal dimensions. Social behavior
results as the individual attempts to cope with an environment composed
of patterns of expectations for his behavior in ways consistent with
his own independent patterns or needs. Thus, one may say that behavior
in an organization is a function of a given institutional role defined
by the expectations attached to it, and the personality of particular
individuals.
In R. F. Campbell, et. al. Introduction to Educational Ad¬
ministration, Mayo and his colleagues substantiated such a view.
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Mayo was responsible for producing the famous Hawthorn Experiments.
Mayo and his associates collected a large body of data that makes it
clear that what goes on inside the worker is even more significant
for production than what goes on outside.^®
Faculty and Staff Perception of the Organizational Climate
A number of generalizations concerning leadership and organi¬
zational climate have developed from studies in this area. Many
studies have been made of leadership, administration, faculty and
staff relationships to the organization. Morphet cites the following
generalizations developed by Robert B. Myers:
1. Leadership is the product of interaction, not status
or position.
2. Leadership cannot be structured in advance. The
uniqueness of each combination of persons, of vary¬
ing interactional patterns and of varying goals and
means, and of varying forces within and without im¬
pinging upon the group will bring forth different
leaders.
3. A leader in one situation will not automatically be
a leader in another situation.
4. Leadership does not result from a status position,
but rather (from) how a person behaves in the organization.
5. Whether a person is a leader in a group depends upon the
group's perception of him.
6. The way a leader perceives his role determines his
actions.
7. Most groups have more than one person occupying the
leadership role.
8. Leadership fosters positive sentiments toward the
group and the persons in the group.
l^Ronald Campbell, et. al. Introduction to Educational Ad¬
ministration (Boston: Allyn and Bacon, Inc., 1971), p. 109.
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9. Leadership is authority rendered to some who are per¬
ceived by others as the proper persons to carry out
the particular leadership role of the group.*'
Berelson and Steiner have also made an extensive survey of the
scientific findings in the behavioral sciences and formulated a num¬
ber of generalizations. The following are a few of their most im¬
portant generalizations related to leadership/organization in small
groups;
1. The closer an individual conforms to the accepted
norms of the group, the better liked he will be;
the better liked he is, the closer he conforms;
the less he conforms, the more disliked he will be.
2. The higher the rank of the member within the group,
the more central he will be in the group's inter¬
action and the more influential he will be.
3. In general, the "style" of the leader is determined
more by the expectations of the membership and.the
requirements of the situation than by the personal
traits of the leader himself.
4. The leadership of the group tends to be vested in
the member who most closely conforms to the standards
of the group on the matter in question, or who has
the most information and skill related to the activi¬
ties of the group.
5. The longer the life of the leadership, the less open
and free the communication within the group and pro¬
bably the less efficient the group in the solution of
new problems.
6. The leader will be followed more faithfully the more
he makes it possible for the members to achieve their
private goals.
7. Active leadership is characteristic of groups that
determine their own activities, passive leadership
of groups whose activities are externally imposed.'^
^^Morphet, et. al, op. cit., pp. 138-40.
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Bernard Berelson and Gary A. Steiner, Human Behavior: An
Inventory of Scientific Findings (New York: Harcourt, Brace and
World, Inc., 1964), pp, 341-44.
CHAPTER III
DATA COLLECTION AND ANALYSIS
This chapter analyzes a step-by-step account of the research
procedures necessary to secure data, carry out the purpose of this
study, and to test hypotheses. The research methods for this task






The purpose of this study is to secure knowledge about (1)
the characteristics and background information of the studied popu¬
lation and (2) to examine the Faculty and Staff Perceptions of the
Organizational Climate of the Peach County School System.
Instrumentation
The data for this study were gathered through the distribution
of a research instrument to all public schools in Peach under the
Peach County Board of Education and Mr. Ernest R. Anderson, Super¬
intendent of Schools. This instrument ms entitled "The
16
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Organizational Climate Description Questionnaire (OCDQ). This
instrument was developed by Andrew W. Halpin. The Questionnaire
consists of a list of items that may be used to characterize the
organizational climate at the schools in Peach County. It simply
asked each faculty and staff member to describe, as accurately as
they could, the organizational climate at their schools.
Statistical tables will be used in the presentation of the
data primarily to present statistical data so that it may be under¬
stood quickly and clearly.
Directions: Read each statement carefully.
Think about how frequently this
statement occurs at your school.
Decide whether it is (A) Very fre-
Quently, (B) Often, (C) Sometimes, or
(D) Rarely.
Draw a circle around one of the four letters
following the statement to show the answer
you selected.
(A) Very Frequently Occurs 10 or more times
per semester.
(B) Often Occurs—7, 8, or 9 times per
semester.
(C) Sometimes—4, 5, 6 times per semester
(D) Rarely—0-3 times per semester
For some statements, you may not be able to apply this guide.
Methodology: Subjects
This study will be to serve a broader base knowledge about the
(1) character.sties and background of Peach County Public School Sys¬
tem and (2) Faculty and Staff's perception of the Organizational
Climate of Peach County Schools.
Methodology; Instruments
A research instrument was distributed to each faculty and
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staff member to gather the data for this study. The instrument.
Organizational Climate Description Questionnaire (OCDQ), consists
of a series of short descriptive statements and each respondent was
asked to indicate to what extent each statement characterized his
school. The scale, against which the respondent indicated the ex¬
tent to which each statement characterized his school, was defined
by four categories:




Each statement will be served as a scale ranging from 4 to 1,
respectively, as they are listed above.
Although the scale is marked according to the Frequency of
Occurrence, the essential question is simply "How true is this of
your school?” This, indeed, is how each faculty and staff member's
perception of the school's climate is mediated through his own set
of personal values and needs, fhe members of any given faculty show
consistency among themselves in their perception of what is "out
there." When, for example, a faculty describes the Organizational
Climate of its school as "Open," the question "Is it really 'Open'?"
is unanswerable and irrelevant. The Climate is "Open" if the faculty
perceives it as "open." We are satisfied to take the position that
the Faculty's consensus in the perception of the school's climate can
be used as a dependable index of what is "out there."
This questionnaire purports to describe leadership and the




DEFINITIONS OF THE EIGHT DIMENSIONS OF ORGANIZATIONAL CLIMATE
(The first four subtests refer primarily to the
behavior of the teachers; the second four to the
behavior of the principal.)
1. Disengagement refers to the teacher's tendency to
be "not with it." This dimension describes a group
which is "going through the motions," a group that
is "not in gear" with respect ot the task at hand.
2. Hindrance refers to the teacher's feeling that the
principal burdens them with routine duties, committee
demands, and other requirements which the teachers con¬
strue as unnecessary "busy work." The teacher perceives
that the leader is hindering rather than facilitating
their work.
3. Esprit refers to morale. The teachers feel that their
social needs are being satisfied, and that they are, at
the same time, enjoying a sense of accomplishment in
their job.
4. A1oofness refers to behavior by the principal which is
characterized as formal and impersonal. He "goes by
the book" and prefers to be guided by rules and poli¬
cies rather than to deal with the teachers in an infor¬
mal, face-to-face situation. To maintain this style,
he keeps himself—at least "emotionally" at a distance
from his staff.
5. Intimacy refers to the teachers' enjoyment of friendly
social relations with each other. This dimension de¬
scribes a social-needs satisfaction which is not neces¬
sarily associated with task accomplishment.
6* Production Emphasis refers to behavior by the principal
which is characterized by a close supervision of the
staff. He is highly directive and plays the role of
a "straw boss." His communication tends to go in only
one direction, and he is not sensitive to feedback from
the staff.
7. Thrust refers to behavior by the principal which is
characterized by his evident effort in trying to "move
the organization." Thrust behavior is marked not by
close supervision, but by the principal's attempt to
motivate the teachers through the example which he
personally sets.
8, Consideration refers to behavior by the principal
which is characterized by the inclination to treat
teachers "humanly" to try to do a little something
extra for them in human terms.
Collection of Data







The Researcher Plan was constructed.
Permission was obtained from the
Peach County School Superintendent
to do research of this nature in
Peach County.
An announcement to faculty and staff
(1) by letter or (2) by attending
the school faculty/staff meeting.
(Letter follows on next paga)
Each school office was checked with
for the Organizational Climate Descrip¬
tion Questionnaire (OCDQ) in the box
that guaranteed confidentiality.
A follow-up announcement was made to
each school for those subjects who
had not responded on February 1.
Data was collected from all six
schools' research subjects in this
study and curtailed.
Analysis of Data
The statistical technique used in this study is the Analy¬
sts of Variance (ANOVA), a ratio observed differences used to test
hypotheses. The general rationale of ANOVA is that the total variance
t^Andrew Hal pin. Theory and Research in Administration. (New
York: MacMillan Company, 1966), pp. 150-51.
21
TO: Faculty/Staff
FROM: Andrew Carter, Assistant Principal
Peach County High School
In order to satisfy one of the requirements for a Six (6)
Year Certificate, I am required to complete a research study in
an area related to my concentration. Your assistance is needed
in completing this study.
The study examines the organizational climate of the schools
in Peach County. In order to ascertain the faculty and staff per¬
ceptions, you are asked to complete the attached survey and infor¬
mation sheet and place them in the box located in the school office.
The box guarantees confidentiality.
The results of the study will be made available to each school.
Please return the forms by Friday, February 1, 1980.
Thank you in advance for your cooperation
Male Female Black White Other Degree Held
(Circle) (Circle)
BS, MS, EdS, EdD
Number of Years of Faculty/Staff Experience / /
Number of Years Taught Under Present Organizational Climate / /
Type of Teaching Certificate: [ ] T-4 [ ] T-5 [ ] T-6
[ ] T-7 [ ] N/A
Ag-!: 20-35 [ ] 36-50 [ ] Over 50 [ ]
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of all subjects in an experiment can be analyzed into two sources,
variance between groups and variance within group.
The predetermined level at which a null hypothesis will be
rejected is called the level of significance (F-Probability). If
the data derived from the completed experiment indicate that the
probability of the null hypothesis being true is less than the pre¬
determined acceptable probability, the results are declared to be
statistically significant.
If the probability is greater than the predetermined accept¬
able probability, the results are described as non-significant—that
is, the null hypothesis is retained or accepted.
CHAPTER IV
RESEARCH DATA ANALYSES
This chapter reviews the techniques for classification and
identification of the research problen in this study. The Organi¬
zational Climate Description Questionnaire (OCDQ) and the Personal
Data Sheet were the primary instruments used for statistical analy¬
ses. The following headings are used for discussions:
Introduction:
The Research Design
Descriptive and Demographic Data
Table 2—School Identification Number
Table 3—Race of Respondents
Table 4—Type of Certificate
Table 5—Age of Respondents
Table 6“Age Distribution of Faculty/Staff
Table 7—Certification Levels of Teaching
Table 8—Faculty/Staff's Years Under Present Organization
Table 9—Total Teaching Experience of Faculty/Staff
Table 10—Faculty/Staff Rating on OCDQ Items that
Compose Eight (8) Subtests
Testing of Hypotheses: Comparison with Hal pin's Norms
Introduction
Peach County School System for the school year of 1979-80
had 212 faculty/staff members in grades K-12 employed by the Peach
County Board of Education. To participate in this study, each
23
24
faculty or staff member must have at least one semester or one
year of experience under one of the six schools In the study.
The Researcher Design
In order to ascertain certain infonnation about each partici¬
pant, a personal data sheet was developed by the researcher and ob¬




Number of Years of Faculty/Staff Experience
Numbers of Years Taught Under Present Organizational Climate
Type of Teaching Certificate
Age
An Organizational Climate Description Questionnaire (OCDQ),
a modified version of Andrew W, Halpin's, was constructed which per¬
mitted the writer to portray the Organizational Climate of Peach
County School System. The Organizational Climate Description Question¬
naire (OCDQ) is of intrinsic interest to the faculty and staff, and
the findings from it can be used for the purposes of faculty/staff
self-evaluation.
The 40 items in the Questionnaire were assigned to eight (8)
siibtests of which four (4) of these subtests pertain to character¬
istics of the faculty group as a group; the other four pertain to
the characteristics of the principal as a leader.
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From the scores on these eight (8) subtests, the writer then
constructed, for each school, a profile or psychograph which depicts
the school's Organizational Climate. By comparing the profiles of
different schools, the writer could spot the distinguishing features
of their respective organizational climates. Furthermore, by analyz
ing the profile for a given school, the writer could estimate the
quality of its climate.
The surveyed sample consisted of the following number of re¬















1 28 16.9 16.9 16.9
2 21 12.7 12.7 29.5
3 12 7.2 7.2 36.7
4 41 24.7 24.7 61.4
5 56 33.7 33.7 95.2
6 8 4.8 4.8 100.0
Total 166 100.00 100.0
Valid Cases 166 Missing Cases 0
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Descriptive and Demographic Data
Sex of Respondent
The survey sampled consisted of 33 males and 133 females.


















Black 1 78 47.0 48.1 48.1
White 2 82 49.4 50.6 98.8
Other 3 2 1.2 1.2 100.0
0 4 2.4 Missing
Total 166 100.0
Certification
An analysis of the type of teaching certificate revealed that
36.4 percent (N = 60) of the faculty/staff members were on the T-4
level, 47.6 percent (N = 79) at the T-5 level, 1.8 percent (N = 3)
at the T-6 level, 1.8 (N = 3) at the T-7 level, 6.6 percent (N = 11)
at the NA level and 6.0 percent (N ® 10) missing.
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TABLE 3














T-4 1 60 36.1 38.5 38.5
T-5 2 79 47.6 50.6 89.0
T-6 3 3 1.8 1.9 91.0
T-7 4 3 1.8 1.9 92.9
NA 5 11 6.6 7.1 100.0
0 10 6.0 Missing
Total 166 100.0 100.0
Age Distribution
The combined age interval , 20-35 years, had 37.3 percent (N =
62), 36 to 50 years,, had 39.8 percent (N = 66), only 19.9 percent
(N = 33) over 50 anc[ 3.0 percent (N = 5) missing.
TABLE 4
AGES OF RESPONDENTS
Absolute Relative Adjusted Cumulative
Category Frequency Frequency Frequency Frequency
Label Code (Percent) (Percent) (Percent)
20-35 1 62 37.3 38.5 38.5
30-50 2 66 39.8 41.0 49.5
Over 50 3 33 19.9 20.5 100.0
0 5 3.0 Missing
Total 166 100.0 100.0
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Total Years of FacuUy/Staff Experience
Total years of faculty/staff experience is defined as the
number of years in Peach County School System plus the number of
years of faculty/staff experience outside the System. This analysis
revealed that 18 percent (N = 30) of faculty/staff members had 0-3
years of total teaching experience, 15.6 percent (N = 26) with 4 to
7 years of experience, 14.4 percent (N = 24) with 8 to 11 years, and
51,6 percent (N = 86) with over 12 years of total experience.
Tables 6 through 9 show a breakdown of each school as to age,
certification, years under present organization, and total teaching
experience of faculty/staff members.
TABLE 6
AGE DISTRIBUTION OF FACULTY/STAFF MEMBERS
School Category
Label 20-35 36-50 Over 50 Total
1 A CSchool 1-3) 10 12 6 28
2 B (School 1-8) 8 8 5 21
3 C CSchool 4) 5 3 4 12
4 D (School 5-8) 15 17 9 41
5 E (School 9-12) 22 21 13 56
6 F (School K) 2 5 1 8
Total 62 66 38 166
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TABLE 7













1 A 10 13 2 3 28
2 B 14 5 1 1 21
3 C 7 4 1 12
4 D 13 21 1 6 41
5 E 25 26 5 56
6 F 5 3 8
TOTAL 74 72 3 1 16 166
TABLE 8
FACULTY/STAFF'S YEARS UNDER PRESENT ORGANIZATION
School 1-5 6-Yo 11-25 Over 25 Total
1 A 5 8 7 8 28
2 B 7 , . 1- ' 11 21
3 C 2 7 3 12
4 D 8 16 • ■ '5’ 12 41
5 E 20 10, 11 15 56
C F
s
T 3 4 8
TABLE 9
TOTAL TEACHING EXPERIENCE OF FACULTY/STAFF MEMBERS
School 1-5 6-10 11-25 ' dver 25 Total
1 A 4 4
V
6 14 28
2 a 5 2 11 21
3 -C 2 3 1 6 12
4 D 4 IQ 6 21 41
S E 14 6 7 29 56
6 F 1 • 1 1 5 8
Total 30 26 24 86 166
The Eight Dimensions of the Organizational Climate are de¬
scribed in Table 1-A. The OCDQ (Appendix B) items which compose
each of the eight corresponding subtests are listed in Table 10.
Table 10, OCDQ gives the name of each item under each scale name
that compose eight subtests—first four refer to teachers' behavior
CDlsengagement, Hindrance, Esprit, and Intimacy) and the last four




THE ANALYSIS' 01?^THE EIGHT SUBTEST SCORES
Teachers^ Behavior Principal’s' Behavior
I,
* ^ • if ,
Disengagement . V. Aloofness





































The mannerisms of teachers at this'school are annoying.
There is a minority group of teachers who always op¬
pose the majority.
Teachers exert group pressure on nonconforming faculty
members.
Teachers at this school stay by themselves.
Teachers tall<^ about leaving the school system.II,Hindrance ; vv > " ^
Routine duties interfere with the job of teaching.
Teachers have too many conmittee requirements.
Students progress reports require too much work.
Administrative paper work is burdensome at this school,






(3) The morale of the teachers Is high.
(n) Teachers at this school show much school spirit.
C19). Custodial service is available when needed.
C27) In faculty meetings, there is the feeling of "let's get
it done."
(35) Teachers spend time after school with students who have
indlviduar problems.
IV.Intimacy
(4) Teachers' closest friends are other faculty members at
this school.
(12) Teachers invite other faculty members to visit them at
home.
(20) Teachers talk about their personal life with other faculty
members.
(28) Teachers have fun socializing together during school time.
(35) Teachers work together preparing administrative reports.
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TABLE 12
OCDQ CAppendix B)—ITEMS THAT COMPOSE FOUR SUBTESTS
Principal's Behavior
V. Aloofness
(5) Faculty meetings are mainly principal-report meetings.
03) The principal runs thetficulty meeting like a business
conference, *
(21) Teachers eat lunch by themselves in their own classroom.
(29) Teachers are‘contactedvby’,the principal each day.
(37) School secretarial-servicfe is*avail able for teachers' use.
VI, Production Emphasis
(6) Extra duty fof teachbrs is posted conspicuously.
04) The principar'makes'all cl^ss cheduling decisions.
(22) The’principal • sicheduleV'^fOrk for the teachers.
(30) The principal checks‘the subject matter ability of
teachers
(38) The principal insures that teachers work to their full
capacity.^ * ' ^
VU. Thrust
(7) The principal is easy to understand.
05) The principal sets an example by working hard himself.(23)The principal uses constructive criticism.(31)The principal is well prepared when he speaks at school
functions.(39)The principal explains his reasons for criticizing
teachers.
VIII. Consideration(8)Teachers help select which courses will be taught.
(16) The principal helps teachers solve personal problems.(24)The principal does personal favors for teachers.(32)The principal helps staff members settle minor differences.(40).he principal tries to get better salaries for teachers.
Thus far, the writer has analyzed the data entirely at the item
level. He has identified the eight, relatively independent dimensions
which are used ad indexes of the Organizational Climate of a school.
There are 40 items, and those items have been assigned which composed
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each of the eight "climate" dimensions to the eight respective
subtests of the OCDQ.
The next task was to move from the item level to the subtest
level. To compute each respondent's eight subtest scores, the
writer simply summed the item scores, subtest by subtest, and divided
each of the eight sums by the number of items in the corresponding
subtest. Next, the writer rounded off each quotient to a three-digit
score for each subtest^ This.procedure gave the writer eight subtest
•A
scores for each of the 166 respondents.
The mean and-the^' standard deviation were computed for each
subtest (sunming across all ,16^.respondents) and the raw scores were
converted into standard scores with an arbitrary mean of 50 and a
standard deviation of lOi Now.ithere v^ere’eight standard scores for
each respondent. The correlalion between these eight subtest scores
are presented in Tables 13 and 14. fhe it^s in Tables 13 and 14
refer to the entire school system scoring of the hypothesis. The
first four scale names (Disengagement, Hindrance, Esprit, and Inti¬
macy) refer to the teachers' behavior; the last four scale names
refer to the principal's behavior (Aloofness, Production Emphasis,
Thrust, and Consideration). The four letters following the state¬
ment (A) Very Frequently Occurs—10 or more times per semester; (B)
Often occurs—7, 8, or 9 times per semester, (C) Sometimes four,
five, or six times per semester, and (D) Rare—o to three times per
semester. Each statement served as a scale ranging from 4 to 1,
respectively—A - 4, B -3, C - 2, D - 1.
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TABLE 13




No. a4 ^Responses ,B’’ d'
No
Response Total
I. Disengage- 1 8 10 .33 109 6 166
ment 9 5 10 28 112 11 166
17 6 9 23 115 13 166
25 1?: .24 42 77 11 166
33 14 .11 30 102 9 166
Total 45 64 156 515
Scale Score 180 192 312
,
515
II, Hindrance z' ' 25 26 58 61 4 166
10 > 1’ 9 : . 22; 126 4 166
t 18
‘
25 *35 37. 63 6 166
26 .30 . .21 39 66 10 166
34 43i 43 37 30 13 166
Total 128 134 185 346
Scale Score 512 402 370 346
III. Esprit ■ t’ : 60 * 44
^
39 13 10 166
11 32 38. "57 31 8 166
19 83 42 22 11 8 166
27 47 37 39 .28 15 166
35v 12 34 51 63 6 166
Total 234 195 208 146
Scale Score 936 585 416 146
^IV. Intimacy 4 22 23 52 50 19 166
12 10 14 63 66 13 166
20 16 23 61 54 12 166
- 28 19 11 32 96 8 166
36 15 41 41 58 11 166
Total 82 112 249 324
Scale Score 328 336 498 324
Grand Total
Score 1 ,956 1^515 1,596 1,331
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TABLE 14




No. a4 b3 Responses ^C D
No
Response Total
V. Aloof- 5 57 26 41 34 8 166
ness 13 46 28 28 56 8 166
21 4 7 22 129 4 166
29 10 29 38 83 6 166
37 47 28 24 61 6 166
Total 164 118 153 363
Seale Score 656 354 306 363
VI. Production 6 56 19 18 63 10 166
Emphasis 14 69 . 33 30 29 5 166
22 50 29' 36 38 13 166
30 37 '
, 43 34 39 13 166
38; 74 50 . 2d 10 12 166
Total 286 174 138 179
Scale Score 1.144 622 276 179
VII. Thrust ‘7
• 93^ 40' 15 14 4 166
15 105 29 18 6 8 166
23 47 45 45 20 9 166
31 100 32 11 9 13 166
39 60 32 36 \ 18 20 166
Total 144 .127 164 283
Scale Score ^ 576< 381; . 328 283
Grand Total 4.000:1,791 1.160 . 892
37
TABLE 15




SI. Disengagement 3.478 .524 134
S2. Hindrance 2.932 .506 136
S3. Esprit 2.343 .564 130
S4. Intimacy 3.042 .581 129
S5. Aloofness 2.878 .506 141
S6. Production
Emphasis 2.277 ; .544 130
S7. Thrust 1.^) r .712 133
•00 Consideration ,2.798 “ .699 no
Test1ng of Hypotheses ^
I. ? - '*
This analysis examines the hull hypothesis which is the basic
statistical foundation of the study/ If the F Probability in the
analysis of the table is less than .05^ it is significant, and if the
F Probability is greater than .05, it is not significant. Each hypo¬
thesis is tested at the .05 level of significance.
Table 16 is the subscale analysis of all schools according to
HO^. There are no significant differences in perception among faculty
members according to years of experience.
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The mean and the standard deviation (SD) of each subtest (1-8)
are given for each group of years (1 to 5, 6-10, 11-25, more than 25
years) along with F Ratio and F Probability.
TABLE 16




















































































































Table 17, Analysis of Variance, HO^ Subtest 3—Esprit, with the
F Probability .0297 the null hypothesis was rejected and there were sig
nificant differences in Subtest 3—Esprit.
TABLE 17
ANALYSIS OF VARIANCE—HO^ SUBTEST 3—ESPRIT
Group Mean SO F Ratio F Probability
1 to 5 years 2.3128 .4895
6 to 10 years 2.6087 .3884




HO-j Subtest 3—With the F Probability .0297, the null hypothesis
was rejected and there were significant differences in Subtest 3—
Esprit according to years of experience. Total years of faculty/
staff experience is defined as the number of years in Peach County
School System plus the number of years of faculty/staff experience in
other systems. This analysis reyealed that 18 percent (N = 30) of
faculty/staff members had i to 5 years of total teaching experience,
15.6 percent (N = 26) with 6 td 10 years,of experience, 14.4 percent
{N * 24) with 11 to 25 years, and 51.6 percent (N = 86) with over 25
years of total experience. Esprit refers ^to morale. The teachers
fesl that their social needs are being satisfied, and that they are, at
the same time, enjoying a sense of accomplishment in their job. There
were significant differetices in Sul^test 3—Esprit according to years
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of experience—1-5, 6-10, 11-25, and over 25 years.
Table 18, Analysis of Variance HO^ Subtest 5—Aloofness with
the F Probability .0142, the null hypothesis was rejected and there
were significant differences in Subtest 5—Aloofness.
TABLE 18
ANALYSIS OF VARIANCE—HO^ SUBTEST 5—ALOOFNESS
Group Mean SD F Ratio F Probability
1 to 5 years 2.0190 .4875
6 to 10 years 3.0000 .3568




HO-i Subtest 5.— With the F Probability .0142 the null hypo¬
thesis was rejected and there were significant differences in Subtest
5—Aloofness, Aloofness refers to behavior by the principal which is
characterized as formal and impersonal. He "goes by the book" and
.prefers to be guided by rules and policies rather than to deal with
the teachers in an informal, face-to-face situation. To maintain
this style, he keeps himself--at least "emotionally" at a distance
from his staff. There were significant differences in Subtest 5—
Aloofness according to years of experience—1 to 5, 6 to 10, 11 to 25
and over 25 years.
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Table 19, is the subscale analysis of all schools according tp
HO2—There are no significant differences in perceptions among faculty
members according to certificate levels. The mean and the standard
deviation (SD) of each subtest (1-8) are given for each certificate
level (T-4 and T-5) plus the F Ratio and F Probability.
TABLE 19
SUBSCALE ANALYSIS-ALL SCHOOLS—HOg-CERTIFICATE LEVELS




































































Table 20, Analysis of Variance HOg Subtest 8—Consideration,
•fi ' ' ■
with the F Probability .0048, the null hypothesis was rejected and
there were significant.differences in Subtest 8—Consideration.
, TABLE 20^
ANALYSIS OF VARIANCE—SUBTEST 8—CONSIDERATION




KOg Subtest 8.—With the F Probability being .0048, the null
hypothesis was rejected and there were significant differences in
Subtest 8—Consideration according to certificate levels.
An analysis of the type of teaching certificate revealed that
36.4 percent (N = 60) of the faculty/staff members were on the T-4
level, 47.6 percent (N = 79) at the T-5 level, 1.8 percent (N = 3)
at the T-6 level, 1.8 percent (N = 3) at the T-7 level, and 12.4
percent (N = 21) at the NA level. Consideration refers to behavior
by the principal which is characterized by the inclination to treat
teachers "humanly" to try to do a little something extra for than
in human terms. There were significant differences in Subtest 8—
Ccr.sideration according to certificate levels—T-4, T-5, T-6, and
T-7.
Table 21, is the sutscale analysis—all schools according
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to HO^—There are no significant differences in perception among
faculty members, according to sex.- The mean and the standard devi-
ation (SD) of etfch suf)test (l-s) are given for each sex (male,
i
female) plus the F-Ratio and F Probability.
/ TABLE:21
SUBSCALE, ANALYSIS:;2ALL SCHOOLS—HO3—SEX







































































Table 22, Analysis of .Variance—HO3 Subtest 1—Disengage¬
ment with the F Probability .0437 the null hypothesis was rejected
and there were significant differences in Subtest 1—Disengagement.
ANALYSIS OF VARIANCE—SUBTEST 1—DISENGAGEMENT









HO3 Subtest 1.—With the F Probability .0437 the null hypo¬
thesis was rejected and there v/ere significant differences in
Subtest 1—Disengagement according to sex.
An analysis of sex of respondent revealed that 20.8 percent
(N * 33) of the faculty were males and 79.2 percent (N = 133) were
females. There were 15 black males, 68 black females, 18 white males
and 65 white females in the study. Disengagement refers to the
teacher's tendency to be "not with it." This dimension describes a
group that is "not in gear" with respect to the task at hand. The
null hypothesis was rejected and there were significant differences
in Subtest 1--Disengagement according to sex.
Table 23, Analysis of Variance HO3 Subtest 2—Hindrance, the
F Probability .0026, the null hypothesis was rejected and there were
significant differences in Subtest 2—Hindrance.
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TABLE 23
ANALYSIS OF VARIANCEr-SUBTEST 2—HINDRANCE








HOg Subtest 2.--With the F Probability .0026, the null hy¬
pothesis was rejected artd there were significant differences in
Subtest 2—Hindrance according to sex. Hindrance refers to the
teacher's feeling^that the principal burdens them with routine duties,
conmlttee demands, and other requirements which the teachers construe
as unnecessary "busy work." The teachers perceive that the leader is
hindering rather than facilitating their work. There were signifi¬
cant differences in Subtest 2—Hindrance according to sex—male and
female.
Table 24 is the subscale analysis—all schools according to
HO^—There are no significant differences in perceptions of faculty
members according to race. The mean and the standard deviation (SD)
of each subtest (1-8) are given for each race (Black, White) plus























































Subtest 6 i *
Production Mean 2.3533 2.1697 3.9337 .0495
Emphasis SD .5404 .4989
Subtest 7 Mean 1.9344 1.7043 3.4009 .6750
Thrust SD .8138 .6035
Subtest 8 Mean 2.7833 2.7898 QQ22.6606 .9624Consideration SD .7606
Table 25, Analysis of Variance HO^ Subtest 6—Production
Emphasis with the F Probability .0495, the null hypothesis was re




ANALYSIS OF VARIANCE—SUBTEST 6~PR0DUCTI0N EMPHASIS




HO^ Subtest 6.—With the F Probability .0495 the null hy¬
pothesis was rejected and there were significant differences in
in Subtest 6—Production Emphasis according to race.
An analysis of the Race of Respondent revealed that 47.0 per¬
cent (N » 78) were black, 49.4 percent (N = 82) were white and 3.6
percent (N = 6) were other. Production Emphasis refers to behavior
by the principal which is characterized by a close supervision of
the staff. His communication tends to go in only one direction,
and he is not sensitive to feedback from the staff. There were sig¬
nificant differences in blacks, whites and others according to race.
All other hypotheses were accepted and there was no signifi¬
cant differences according to years of experiences, certificate
levels, sex, and race.
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Comparison with the Ha1pin*s Norms
Andrew W. Hal pin and Don's. Crbft, in the Organizational
Climate of Schools (Chicago: Midwest Administration Center, Uni¬
versity of Chicago), constructed an Organizational Climate Descrip¬
tion Questionnaire (OCDQ) that permitted them to portray the organi-
zattonal climate of schools. This OCDQ was composed of items which
teachers, staff members, and administrators could use to describe
the climate of their schools. The items were assigned to eight sub¬
tests. Four of the subtests pertain to characteristics of the faculty
group as a group, and the other four to the characteristics of the
faculty group as a group, and the other four to the characteristics
of the principal as a leader,
Andrew Halpin and Don Croft identified six major climates
and reported this process in Four steps:
Step 1. We constructed school profiles based upon the raw
scores on the eight subtests of the OCDQ and then converted these
raw scores into standardized scores which we standardized into two
ways—normatively and positively.
Step 2. We factor-analyzed the school profiles, extracted
three profile factors, found six major patterns of factor loading
among the profiles, and then categorized each school profile in
respect to one of these six sets (that is, patterns).
Step 3. For each of the six sets of school profiles, we
computed the mean-profile for those profiles within the set which
were distinguished by a high loading on only one of the three
1 ••
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profile factors. We designated these sixprofiles as prototypic pro-
1
flies and defined the six organizational climates in terms of these
Six prototypes. / '
Step 4. We ranked these six organizational climates in
respect to openness versus closedness'and then used the content of
the subtest items (and, of course, the prototypic scores for each
of the eight subtests) to describe, for each climate, the behavior
which characterizes the principal and the teachers.
Halpin describes each of the six organizational climates,
based upon the content (that is, the behavior trapped by the items)
of each of the eight subtests which constitute the six profiles.
The Open Climate
The open climate depicts a situation in which the members en-
4oy extremely high Esprit. The teachers work well together v/ithout
bickering and griping (low Disengagement). They are not burdened
by mountains of "busy work" or by routine reports; the principal's
policies facilitate the teachers' accomplishment of their tasks (low
Hindrance).
The group members enjoy friendly relations with each other,
but they apparently feel no need for an extremely high degree of
Intimacy. The teachers obtain considerable job satisfaction, and
are sufficiently motivated to overcome difficulties and frustrations.
They possess the incentive to work things out and to keep the
^^Ibid., pp. 166-67.
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organization moving. Teachers are proud to be associated with
their school. >
The behavior of the principal represents an appropriate in-
tegration between his own personality and the role he is required
to play as principal'. Not only do&s be set an example by working
hard himself (high Thrust), but depending upon the situation, he
can either criticiz^e the aCtiohs of teachers or go out of his way
to help a teacher (high Consideration). He is not aloof, nor are
the rules and procedures which he set up inflexible and impersonal.
He does not have to emphasize production; nor does he need to moni¬
tor the teachers' activities closely, because the teacher produces
easily and freely. He does not do all the work himself because he
has the ability to let appropriate leadership acts emerge from the
teachers (low Production Emphasis). With all, he is in full control
of the situation, and he clearly provides leadership for the staff.
The Autonomous Climate
The distinguishing feature of this organizational climate is
the almost complete freedom that the principal gives to teachers to
provide their own structures-for-interaction so that they can find
ways within the group for satisfying their social needs. The scores
lean slightly more toward social needs satisfaction than toward task
achievement (relatively high scores on Esprit and Intimacy).
When the teachers are together in a task-oriented situation,
they are engaged in their work; they achieve their goals easily and
quietly (low Disengagement).
There are few minority pressure groups, but whatever strati¬
fication does exist among the group members does prevent the group
95 a whole from working well together. The essential point is that
the teachers do work well together and accOTiplish the tasks of the
organization.
The'i:eachers are not hindered by administrative paperwork, and
they do not gripe about .the reports, that they are required to submit.
The principal has set up procedures and regulations to facilitate the
teacher's task (low Hindrance). The morale of the teachers is high
but not as high as in the open climate. The high morale probably
stems largely from the social needs satisfaction which the teachers
receive. (Esprit would probably be higher if greater task-accomplish¬
ment also occurred within the organization.)
The principal remains aloof from the teachers, for he runs
the organization in a business and a rather impersonal manner (high
Aloofness). His leadership style favors the establishment Of pro¬
cedures and regulations which provide guidelines that the teachers
can follow; he does not personally check to see that things are getting
done. He appears satisfied to let teachers work at their own speed;
he monitors their activities very little (low Production Emphasis).
On the whole, he is considerate, and he attempts to satisfy the social
needs of the teachers as well as most principals do (average Con¬
sideration).
The principal provides Thrust for the organization by setting
an example and by working hard himself. He has the personal flexi¬
bility both to maintain control and tolook out for the personal wel¬
fare of the teachers.
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The Controlled Climate
The Controlled Climate is marked by a press for achievement
at the expense of social-needs,satisfaction. Everyone works hard,
and there is little time for friendly relations with others or for
deviation from established controls and directives. This climate
is overweighted toward task^achleyemenfand always from social-needs
satisfaction. Nonetheless, since morale is high (Esprit), this
climate can be classified as more open than closed.
Teachers do not bicker,’find fa“uIt, or differ with the prin¬
cipal's directives, they >re there to get the job done, and they
expect to be ,told personally just how to do it (low Disengagement).
'
t ' \ ^ '
, A
. •
There is an excessive amount of paperwork, routine reports,
"busy work," and general Hindrance which get in the way of the
teacher's task accomplishment. Few procedures have been set up to
facilitate their work; in fact, paperwork seems to be used to keep
then busy (high Hindrance). Teachers have little time to establish
very friendly social relations with each other, and there is little
feeling of camaraderie (low Intimacy). Teachers ordinarily work by
themselves and are impersonal with each other. Social isolation is
common; there are few genuinely warm relations among the teachers.
The job satisfaction found in this climate results primarily from
task-accomplisijment, not from social-needs satisfaction, therefore
Esprit is slightly above average.
The principal is described as dominating and directive; he
allows little flexibility within the organization and he insists
that everything be done "his" way (high Production Emphasis). He is
somewhat aloof; he prefers to publish directives to indicate how each
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procedure is to be followed. Essentially, the principal says "my
way of doing it is best and to hell with the way people feel."
Means and ends have already been determined; principal becomes dog-
jnatic when members of the group do not conform to his views. He
cares little about how,people feel; the important thing is to get
the job done, and in his way. He does not seek to satisfy the group's
social needs (Iqw Consideration If. , H(§' is trying to move the organi-
zation by working hard (average Thrust), and he personally sees to
it that everything runs properly. He delegates few responsibilities;
leadership acts emanage chiefly from himself, rather than from the
group.
The Familiar Climate
The ipain feature o:^ this Climate is the conspicuously friendly
manner of both the principal and the teachers. Social-needs satis¬
faction is extremely high, while little is done to control or direct
the group's activities toward goal achievement.
The teachers are disengaged and accomplish little in a task-
oriented situation, primarily because the principal exerts little
control in directing their activities. There are too many people
trying to tell others how things should be done (high Disengagement).
The principal does not burden the teachers with routine reports; he
makes it easy as possible for them to work. Procedural helps are
available (low Hindrance). The teachers have established personal
friendships among themselves, and socially, at least everyone is
part of a big happy family (high Intimacy). The Esprit that is found
in this climate is one-sided in that it stems almost entirely from
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social needs satisfaction.
The behavioral theme of the principal is, "Let's all be a nice
happy family." He is reluctant to be anything other than considerate
thigh Consideration). He wants everybody to know that he, too, is
one of the group.
Few rules and regulations are established as guides to sug¬
gest to the teacher how things."should be done" (low Aloofness).
The principal does not emphasize production, nor does he do much
personally to insure that’the teachers are performing their tasks
correctly, no one works to full capacity,.yet no one is ever "wrong"
Clow Produbtion iEmphasis)'; Little is done either directly or by in¬
direct means to direct the activities of the teachers. Teachers do
attribute Thrust to the principal. This probably means that they
regard him as a "good ^uy" who^is Interested in their welfare and
who "looks out for them."
The Paternal Climate
The paternal climate is characterized by the ineffective at-
tonpts of the principal to control the teachers as well as to satisfy
their social needs. The principal's behavior is nongenuine and is
perceived by teachers as non-motivating. This is a partly closed
climate.
The teachers do not work well together; they are split into
factions. Group maintenance has not been established because of the
principal's inability to control the actions of the teachers (high
Disengagement). Few Hindrances burden the teachers in the form of
routine reports, administrative duties, and committee requirements.
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mainly because the principal does a great deal of this "busy work"
himself (low Hindrance). The teachers do not enjoy friendly rela¬
tionships with each other (low Intimacy). Low Esprit results when
th.e teachers obtain inadequate satisfaction in respect ot both task-
accomplishment and social needs.
The principal is very opposite of aloof; he is everywhere at
once, checking, monitoring, and telling people how to do things. He
must know everything that is going on. He is always emphasizing all
the things that should be done (Production Emphasis), but somehow
nothing gets done. The principal sets up such items as schedules
and class changes, personally;- he does not let the teachers perform
any of these activities. His view is "Daddy knows best."
The school tend hisduties within-it aVe the principal's main
interest in life; he derives only minimal social needs satisfaction
}>■ .i'
outside his professional, role.
He is considerate, h^t hts^Consideration appears to be a form
of seductive oversolicitousness rather than a genuine concern for the
social needs, of othersi Ho uses this’cbnsideration behavior to satisfy
his own social needs. Although he preserves an average degree of
Thrust, he evidenced by his attempts to move the organization, he
fails to motivate the teachers, because he, as a human being, does not
provide an example, or an ideal, which the teachers care to emulate.
The Closed Climate
The Closed Climate marks a situation in which the group members
obtain little satisfaction in respect to either task-achievement oi^
social needs. The principal is ineffective in directing the
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activities of the teachers; at the same time, he is not inclined to
look out for their personal welfare.
The teachers are disengaged and od not work well together;
group achievement is minimal (high Disengagement), The major out¬
let for the teachers is to compile a variety of reports and to attend
to a host of "housekeeping" duties. The principal does not facilitate
thjB task-accomplishment of the teachers (high Hindrance). Esprit is
low, reflecting low job satisfaction in respect ot both job satis¬
faction and social needs satisfaction.
Teachers do obtain satisfaction from their friendly relations
with other teachers (average Intimacy).
The principal is highly aloof and impersonal in controlling
and directing the activities of.the teachers (high Aloofness). He
sets up rules and regulations about how things should be done (high
Production Emphasis)., His words are hollow, because he himself,
possesses little Thrust Cnd he does not motivate the teachers by
setting a gOod personal sample. What he says, and what he does are
two different things’.. He is jiot concerned with the social needs of
teachers; he can be depicted as inconsiderate (low Consideration).
His cry "letJs work harder" actually means, "you work harder." He
expects everyone else to take the initiative, yet he does not give
then the freeaom required to perform whatever leadership acts are
necessary. He does not provide adequate leadership for the group.
15
Teachers view him as not genuine and reagrd him as a "phony."
ISibid.. pp, 174-81.
TABLE 26
HALPIN'S SIX ORGANIZATIONAL CLIMATES RANKED IN RESPECT TO OPENNESS Vs. CLOSEDNESS
Group Characteristics Leader's Characteristics
Disengage- Hind- Inti- Aloof- Produc- Considera-
Climates ment ranee Esprit macy ness tion Emp. Thrust tion
Open 43 43 63 50 42 43 61 55
Autoncmious 40 40 55 62 61 39 53 50
Controlled 38 ; 57- ^ 54 - 40 55 63 51 45
Familiar 60 42, ' 50 58 44 37 52 59
Paternal 65 4& 45 46, 38 55 51 55
Closed 62 r: 53 38 54 ^ 55 54 51 44
TABLE 27
PEACH COUNTY SCHOOLS' SIX ORGANIZATIONAL CLIMATES
Group Characteristics Leader's Characteristics
Disengage- Hind- Inti- Aloof- Produc- Considera-
Climates ment ranee Esprit macy ness tion Emp, Thrust tion
Open (F) 39 45 65 56 40 42 61 52
Autonomous (D) 38 41 56 61 60 36 58 51
Controlled (A) 34 64 50 43 50 63 52 53
Familiar (C) 59 46 51 58 40 33 50 62
Paternal (B) 67 42 48 48 37 57 42 59
Closed (E) 70 51 36 48 51 56 42 45
CHAPTER V
SUMMARY, FINDINGS, CONCLUSIONS. IMPLICATIONS. AND RECOMMENDATIONS
The purpose of this study was to determine the significant in
and differences in the perceptions of the organizational climate in
Peach County School System using four (4) hypotheses. The hypothe¬
ses were based on years of experience, certification, sex, and race
of the respondents involved in the study.
The OCDQ dimensions are (A) Characteristics of the Group
CTeachers) with four subdimensions (1) disengagement, (2) hindrance,
(3) esprit, and (4) intimacy; and (B) Behavior of the Leader (Prin¬
cipal) with four subdimensidns (1) aloofness, (2) production, (3)
i
thrust and (4) consideration.
Based on these analyses, the following suiranary, findings, con-
elusions, implications, and recopiendatlons were considered pertinent
■ v.-#' . ' - ’
to the study.
Sunmarv
The researcher .Started the*study in January with the approval
of the topic and instrument (OCDQ) by the advisor and committee at
Atlanta University, Atlanta, Georgia. The process of collecting the
time frame outlined as follows:
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January 15, 1980 The Research Plan was constructecl. Per¬
mission was obtained from the Peach
County School Superintendent to do re¬
search of this nature in Peach County.
Letters to Don B. Croft of Albuquerque,
New Mexico fo the College of Educational
Research Center and permission was granted
from Contracts Supervisor of the Macmillan
Publishing Company were obtained.
January 28, 1980 An announcement to faculty and staff (1)
by letter and (2) by attending the school
faculty meeting.
February 1, 1980 Each school office was checked with for
the OCDQ in the box that guaranteed con¬
fidentiality.
February 8, 1980 A follow-up announcement was made to each
school for those subjects who had not
responded on February 1.
February 15, 1980 Data was collected from all six schools*
research subjects in this study and cur¬
tailed.
This study entitled "Faculty and Staff Perceptions of the Or¬
ganizational Climate of Peach County Schools" dealt primarily with
the perceptions of grades K-12 teachers, counselors, librarians, and
administrators in a Middle Georgia County by identifying perceptions
of members concerning the,.organizational climate of their school re¬
spectively. The instrument used, to obtain perceptions of the organi-
zational climate'was the Organizational Climate Description Question¬
naire (OCDQ) «levelop6d by Andrew Wi Halpin. This questionnaire has
two main variables—teacher's behavior and ^principal's behavior with
eight subtestsEach was written in null hypothesis form which is
•V ^ ‘
'■J ' . rs •
stated negatively and^js^a.statemerit of no difference.
This study was conducted in a Middle Georgia county of Peach,
including two cities—Fort Valley and Byron.
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The total public school population consisted of 4,097
students with the following distribution as reported by the
Visiting Teacher as of January 2, 1980:
School A (grades 1-3)
School B (grades 1-8)
School C (grade 4)
School D (grades 5-8)
School E (grades 9-12)







Racially, the public school population was 60 percent Black
and 40 percent white.
The statistical sample in the study was composed of 166 pro¬
fessional elementary and secondary faculty/staff members with 75.9
percent female and 24.1 percent male. The racial breakdown was 47
percent (N * 78) Black and 49.4 percent (N = 82) white and 3.6 per¬
cent (N = 6) other. Each staff member had a least one year or one
semester under one of the six schools' climate in the study.
Professional faculty/staff members are, for this study, re¬
ferred to as classroom teachers, counselors, secretaries, librarians
■*
and administrators of the Peach County School System.
Effectiveness in public education is ultimately determined by
the human condition |n"a particular school. Therefore, as one moves
from one school to other schools, ope, feels that each appears to
have a "personality” of its own. It is this "personality" that
the writer has used in describing the "Organizational Climate" of
the school. Personality is to the individual what Organizational
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Climate is to the school. The size, academic attainment, school con¬
sciousness, and racial composition (all go tohelp make up the organi¬
zational climate) have changed drastically since 1954 (Brown vs. the
Board of Topeka) decision.
Findings
As a result of the study, the researcher submits the follow¬
ing as findings:
The surveyed sample consisted of the following number of







making a total of 166 respondents.
(2) The sex of respondents consisted of 33 males and 133 fe-
inales~15 black males, 18 white males, 68 black females, and 65 white
females.
(2) The race of respondents are 78 blacks, 82 v/hite, and 6
other—making a total of 166 respondents.
(4) The analysis of teachers' certification revealed that
36 4 percent (N = 60) af'thd faculty/staff members were on the T-4
level, 47.6 percent (N = 79) atj the Ti»5 level, 1.8 percent (N = 3)
at the T-6 level, 6.6 percent (N = 11) at the NA level and 6.0 per-
• ■
. ■ • I - •




(5) The combined age interval, 20-35 years, had 37.3 percent
(N » 62), 36 to 50 years, had 39.8 percent (N = 66), only 19.9 per¬
cent (N = 33) over 50 and 3.0 percent (N = 5) missing.
(6) This analysis revealed that 18 percent (N = 30) of faculty/
staff members had 1-5 years of total teaching experience, 15.6 percent
(N » 24), with 6-11 years, and 51.6 percent (N = 86) with over 12
years of total experience.
(7) In testing of the hypotheses and if the F-Probability,
in the ANOVA table is less than .05, it is significant; greater
than .05, it is not significant.
(8) HO^—There are no significant differences in perceptions
among faculty members according to years of experience.
H0.J Subtest 3—With the F-Probability .0297 the null hypothe¬
sis was rejected and there were significant differences in Subtest 3-^
Esprit according to years of experience. Total years of faculty/staff
menbers having 1 to 5 years of total teaching experience 15.6 percent
(N ■ 26) with 6 to 10 years of experience, 14.4 percent (N = 24) with
11 to 25 years, and 51.6 percent (N =86) with over 25 years of total
experience. Esprit refers to morale. The teachers feel that their
social needs are being satisfied, and that they are, at the same
time, enjoying a sense of accomplishment in their job. There were
significant differences in Subtest 3—Esprit according to years of
e/nerience—1 to 5, 6 to 10, 11 to 25, and over 25 years.
HO-j Subtest 5.—With The F-Probability .0142 the null hypo¬
thesis was rejected and there were significant differences in Sub¬
test 5—Aloofness.' Aloofness refers to behavior by the principal
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which is charactertzed as formal and Impersonal. He "goes by the
book" and prefers to be guided by rules and policies rather than
to deal with the teachers in 4n informal, face-to-face situation.
K-- ■
To maintain this style, he keeps himself—at least "emotionally"
at a distance from his staff. There were significant differences
in Subtest 5--Aloofness according to years of experience—1 to 5,
6 to 10, 11 to wt, and over 25 years.
C9) HO2—There are no significant differences in perceptions
among faculty members according to certificate levels.
HO2 Subtest 8.—With the F Probability being .0048 the null
hypothesis was rejected and there were significant differences in
Subtest 8—Consideration according to certificate levels.
An analysis of the type of teaching certificate revealed that
36.4 percent (N = 60) of the faculty/staff members were on the T-4
level, 47.6 percent (N = 79) at the T-5 level, 1.8 percent (N = 3)
at the T-6 level, 1.8 percent (N = 3) at the T-7 level, and 12.4
percent (N = 21) at the NA level. Consideration refers to behavior
by the principal which is characterized by the inclination to treat
teachers "humanly" to try to do a little something extra for them
in human terns. There were significant differences in Subtest 8—
Consideration according to certificate levels—T-4, T-5, T-6, and
T-7.
(10) HO^—There are no significant differences in perception
among faculty members according to sex.
HO3 Subtest 1. With the F Probability .0437 the null hypo¬
thesis was rejected and,there were significant differences in
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.Subtest 1—Disengageinent according to sex.
An analysis of sex tf respondent revealed that 20.8 percent
(N * 33) of the faculty Were tnales and 79.2 percent (N = 133) were
females. There were 15 black males, 68 black females, 18 white
males and 65 white females in the study. Disengagement refers to
the teacher's tendency to be "not with it." This dimension de¬
scribes a group that is "not in gear" with respect to the task at
hand. The null hypothesis was rejected and there were significant
differences in Subtest 1—Disengagement according to sex.
HOj Subtest 2.—With the F Probability .0026 the null hy¬
pothesis was rejected and there were significant differences in
Subtest 2—Hindrance according to sex. Hindrance refers to the
teacher's feeling that the principal burdens them with routine
duties, committee demands, and other requirements which the teachers
construe as unnecessary "busy work." The teachers perceive that
the leader is hindering rather than facilitating their work. There
were significant differences in Subtest 2—Hindrance according to
sex, male and female.
(11) HO/j—There are no significant differences in perceptions
of faculty members according to race.
HO^ Subtest 6.—With the F Probabiliyt .0495 (less than .05
the null hypothesis was rejected and there were significant differ¬
ences in Subtest 6—Production Emphasis according to race.
An analysis of the Race of Respondent revealed that 47.0
percent (N = 78) were black, 49.4 percent (N = 82) were white and
3.6 percent (N = 6) were other. Production Emphasis refers to
behavior by the principal which is characterized by a close
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supervision of "the staff. His■communication tends to go in only
one direction, and he is not sensitive'to feedback from the staff.
There were significant differences in blacks, whites and others
according to race.
In comparison with Andrew .Halpin's six Organizational
Climates ranked in respect to openness vs. closedness the Peach
County Schools'Could he ranked in, the Six Organizational Climates
according to Group Characteristics and Leader's Characteristics
after constructing the process in the four steps by Hal pin and
Croft (Tables 26 and 27).
Conclusions
The general plan of the study was to propose a way of de¬
scribing the organizational climate of the Peach County School Sys¬
tem. The eight subtests derived from the OCDQ and the six Organi¬
zational Climates were identified by factoring the school profiles
on the subtest scores.
The OCDQ provided the useful technique for describing the
Organizational Climates of schools. The findings showed that the
needs most characteristic of this group of teachers and leaders
were marked by variations (less than .05) found among the hypothe¬
ses and subtests. The following conclusions of the null hypotheses
were rejected:
1. HO^ Subtest 3
HO-j—There are no significant differences in per¬
ceptions among faculty members according to years of
experience. Subtest 3—Esprit refers to morale.
This hypothesis v/as rejected and there were significant
differences in Subtest 3—Esprit according to years of
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experience, 1 to 5* 6 to 10, 11 to 25, and over 25
years. ’
HO^ Subtest 5 ,
The null hypothesis was rejected and there were
significant differences in Subtest 5--Aloofness. Aloof¬
ness refers'to behavior by the principal which is cha¬
racterized as formal and impersonal. He "goes by the
book" and prefers to be guided by rules and policies
rather then to deal with teachers in an informal face-
to-face situation.
HOg Subtest 8 ^ \
Hypothesis 2--There are no significant differences in
perceptions among faculty members according to certificate
levels. Subtest .8r-Consideration refers to behavior by the
prTncTpal which fs characterized by the inclination to treat
teachers "humanly" to try to do a little something extra for
them in human terms. There were significant differences in
Subtest 8—Consideration according to certificate levels,
T-4, T-5, T-6, and T-7.
HO3 Subtests 1 and 2
Hypothesis 3—There are no significant differences in
perceptions among faculty members according to sex. HO,
Subtest 1—Disengagement refers to the teacher's tendency
to be "not with it."
HO3 Subtest 2—Hindrance refers to the teacher's feel¬
ing that the principal burdens them with routine duties,
committee demands and other requirements that the teacher
construes as unnecessary "busy work."
HO^ Subtest 6
Hypothesis 4—There are no significant differences of
faculty members according to race.
Suutest 6—Production Emphasis refers to behavior by
the principal which is characterized by a close supervision
of the faculty/staff. His communication tends to go in
only one direction, and he is not sensitive to feedback
from the staff. There were significant differences in
blacks and whites and others according to race.
Other null hypotheses were accepted and there were no
significant differences according to years experience, certification
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levels, sex, and race of the respondents. The OCDQ instrument
limitations and locale were no major factors in executing the
Organizational Climates of’the,schools in Peach County.
.'■A
Implications
As one moves from school to other schools, one finds that
each has a''personality” !!bf its cwh.. ft is this "personality"
that the writer has described here as the Organizational Climate
of the school. Based on the literature to-support this study and
information atta<ined from researchers, the writer arrived at the
following implications:
1. There are six organizatiOnaT climates in Peach County
Public School System using the OCDQ by Andrew Halpin.
2. There are significant differences in perceptions ac¬
cording to years of experiences, certificate levels,
sex, and race.
3. There are significant differences in behavior by the
principals and teachers in each of the six organiza¬
tional climates according to Subtests Esprit, Aloof¬
ness, Consideration, Disengagement, Hindrance, and
Production Emphasis.
4. A final analysis fo the study revealed that the find¬
ings from this study can be used for the purposes of
faculty and staff self-evaluation.
Recommendations
The wnter believes that the study did make some faculty
and staff members take another look at the Organizational Climate
in their school and in Peach County. Personality is to the indi¬
vidual what Organizational Climate is to the school. Carlson has
nicely described the school systems as "domesticated" organizations
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School systems belong to a class or organization
called "domesticated"; that is, they are compelled
to attend to all of their needs. A steady flow of
clients is.assured, and although they do compete for
resources, support is not closely tied to quality of
performance. The organizational climate plays a key.,
role of the learning atmosphere of the clients . . .'°
As a result of this study, the following recoranendations
were respectfully submitted: •'v
1. A study„of this nature with*the use of the Organi¬
zational Climate Description Questionnaire (OCDQ)
should be used when the limitations of the instru¬
ment are fully"understood, by the researcher as out¬
lined by David Ji Mullen.
2. Since this study: supports the view that Organizational
Climate is to the school what personality is to the
individual, careful, attention and studies of this
natuhe should be given other schools to help develop
1nterper.sqnal *rel a ttonsij^i ps.
■■
3. The researcher strongly reconmends that the OCDQ be
modified to include the part that our children in our
schools; have in the Organizational Climate of the
school.
4. Further research with the OCDQ is warranted in the
area to be investigated is that of authenticity.
Three questions for which to seek answers are these:
a. What are the conditions within the profession
of education which reinforce authenticity of
behavior?
b. What are the conditions which reinforce inau¬
thenticity?
c. What changes are needed in the profession in
recruiting and training of teaching candidates,
and in the administration of schools—to increase
the likelihood that the profession as a whole will
become more authentic?
A P PEND I C E S
APPENDIX A
TO: Faculty and Staff of Peach County School System
FROM: Andrew H. Carter, Assistant Principal
Peach County High School
RE; An Organizational Climate Description Questionnaire
in Your Mailbox
In order to ascertain the faculty and staff perceptions
of Organizational Climate at the Peach County High School, you
are asked to complete the attached survey and information sheet
and place them in the OCDQ box located in the school office.
Your assistance is needed in completing the study. The
results of the study will be made available to your school.
Please return the forms, and I am thanking you in advance
for your cooperation.
(The writer talked with three of the school faculties and
staff during a teachers' meeting after schoo. A question
and answer session was permitted pertaining to the OCDQ.)
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Page 1 of 3
THE ORGANIZATIONAL CLIMATE DESCRIPTION QUESTIONNAIRE (OCDQ)
On these pages is a list of items that may be used to charac¬
terize the Organizational Climate at your school. Each statement
describes a specific kind of climate but does not ask you to judge
Wfiether the climate is desirable or undesirable. This is not a
test. It simply asks you to describe, as accurately as you can,
the organizational climate at your school.
Directions: Reach each statement carefully.
Think about how frequently this statement occurs at
your school.
Decide whether it is (A) Very frequently, (B) Often,
(C) Sometimes, or (D) Rarely.
Draw a circle around one of the four letters following
the statement to show the answer you selected.
(A) Very frequently—occurs 10 or more times per semester.
CB) Often—occurs 7, 8, or 9 times per semester.
(C) Sometimes—occurs 4, 5, 6 times per semester
(D) Rarely—occurs 0-3 times per semester.
For some statements, you may not be able to apply this guide.
1. The mannerisms of teachers at this school are annoying.
2. Routine duties interfere with the job of teaching.
3. The morale of the teachers is high.
4. Teachers' closest friends are other faculty members at
this school.
5. Faculty meetings are mainly principal-report meetings.
6. Extra duty for teachers is posted conspicuously.
7. The principal is easy to understand.
8. Teachers help select which courses will be taught.
9. There is a minority group of teachers who always
oppose the majority.10.Teachers have too many committee requirements. A B C DA B C DA B C DA B C DA B C DA B C DA B C DA B C DA B C DA B C D
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n. Teachers at this school show much school spirit, A B
12. Teacher invite other faculty members to visit them
at home. A B
13. The principal runs the faculty meeting like a busi¬
ness conference. A B
14. The principal makes all class scheduling decisions. A B
15. The principal sets an example by working hard himself, A B
16. Teachers exert group pressure on nonconforming faculty
members. A B
17. The principal helps teachers volve personal problems. A B
18. Student progress reports require too much work. A B
19. Custodial service is available when needed. A B
20. Teachers talk about their personal life with other
faculty members. A B
21. Teachers eat lunch by themselves in their classroom. A B
22. The principal schedules work with teachers. A B
23. The principal uses constructive criticism. A B
24. The principal does personal favors for teachers. A B
25. Teachers at this school stay by themselves. A B


















27. In faculty meetings, there is the feeling of "let's
get it done." A B C D
28. Teachers have fun socializing together during school
time. A B C D
29. Teachers are contacted by the principal each day. A B C D
30. The principal checks the subject matter ability of
teachers. A B C D
31. The principal is well prepared when he speaks at
school functions. A B C D
32. The principal helps staff members settle minor
differences. A B C D
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33. Teachers talk about leaving the school system. A B C D
34. Sufficient time is given to prepare acLninistrative
reports. A B C D
35. Teachers spent time after school with students who
have individual problems. A B C D
36. Teachers work together preparing administrative
reports. A B C D
37. School secretarial service is available for
teachers' use. A B C D
38. The principal insures that teachers work to their
full capacity. A B C D39.The principal explains his reasons for criticizing
teachers. A B C D40.The principal tries to get better salaries for
teachers. A B C 0
APPENDIX C-1
1316 Beverly Street
Fort Valley, Georgia 31030
Dr. Don B. Croft
Administration Training Board
School of Education
University of New Mexico
Albuquerque, New Mexico
Dear Sir:
I am in the process of working on a degree of Educational
Specialist—EdS—at Atlanta University in Atlanta, Georgia. My
research proposal is "Faculty and Staff Perceptions of the Organi¬
zational Climate in the Peach County School System." I know that
you and Dr. Hal pin have used the LBDQ and OCDQ in various studies
of leadership behavior and organizational climates. In working
with the OCDQ composed by you and Dr. Halpin, I would like to
secure from you the current raw score of distribution and pro¬
cedure for scoring the OCDQ by computer.
I am hoping, trusting and praying, that I will receive this
information within the next ten days or soon thereafter.
I wish to express my gratitude and appreciation, in advance,
for your generous help and your valuable assistance in helping and





The Educational Research Center
Office of the Associate Director
Box 3R
Las Cruces> New Mexico 88003
Telephone: (505) 646-1706
Your interest in the Organizational Climate Description
Questionnaire (OCDQ) is appreciated. I hope the OCDQ will be
helpful to you in your study.
Since the OCDQ is difficult to score by hand, arrangements
have been made to provide computerized scoring services for the
questionnaire. The cost for the scoring services is 50(i each if
the scores have been punched on IBC cards and 60(t each if the key
punching is done here. You may reproduce the number of OCDQ book¬
lets here to-the Educational Research Center when you need the
scoring services. The results will be returned to you in approxi¬
mately two weeks.











New York, New York)
APPENDIX D-1
1312 Beverly Street




New York, New York
Dear Sir:
I am interested in the Organizational Climate Description
Questionnaire (OCDQ), and I am writing you to secure permission
Tor use of the form in a "modified" way. I know, according to
Don B. Croft, Research Coordinator, that the OCDQ form is copy¬
righted. A copy of my letter to him and his letter to me are
enclosed. Also, a copy of the type of my Research Proposal
Questionnaire is included.
I hope that within the next ten days I will be hearing from
you and that you will grant me permission to use the OCDQ. There¬
fore, I am thanking you in advance for your quick and sincere





MACMILLAN PUBLISHING COMPANY, INC.
866 Third Avenue
New York, New York 10022
February 14, 1980
Mr. Andrew H. Carter
1316 Beverly Street
Fort Valley, GA 31030
Dear Mr. Carter:
Jfou have our permission to use, in the English language only, the
Ol^Qanizational Climate Description Questionnaire" from THEORY AND
RESEARCH IN ADMINISTRATION by Andrew W. Halpin, subject to the follow¬
ing limitations:
Permission is granted for usage of the material in the
manner and for the purpose as specified in your letter.
Note; Dissertation and/or Research Study is published,
other than by University Microfilm, it is necessary to
reapply for permission.
Permission is granted for a fee of $35.00. This fee is
payable upon signing;
Full credit must be given on every copy reproduced as
follows:
Reprinted with permission of Macmillan Publish¬
ing Co., Inc. from THEORY AND RESEARCH IN AD¬
MINISTRATION by Andrew W. Halpin. Copyright by
Andrew W. Halpin, 1966.
If you are in agreement, please sign both copies of this letter in the
space provided below and return one copy and your remittance to this
department.
Sincerely,
(Mrs.) Agnes Fisher, Contracts Supervisor
AGREED TO AND ACCEPTED:
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